ABSTRACT
INTRODUCTION
Foreign firms provided great value to professional improvement of production staff. It is a part of the general system of staff management, which includes not only their training and advanced training, but the selection, certification, promotions and stimulation. The policy of the United States labor market in the context of lifelong learning are becoming more common following areas of training for the labor market as training, retraining and achieve a higher educational level. It should be noted that while investments in education and training according to the International Labour Organisation (ILO) is a joint responsibility of the state and the private sector, investment in lifelong learning in the workplace and education that enhances employability and competitiveness of enterprises is companies liability and citizens (Олейникова, Муравьева, Аксенова, 2009, 11) .
Economic growth in the United States has long been associated with the development of mass production, where all decisions are taken at the "top of the pyramid", based on which the workers were not expected any "effort of the mind" and how to carry out their professional functions well enough education at the level of basic literacy and minimum practical training. Naturally, over time the situation seems to be changing skills requirements of workers began to rise, but the gap between the demand for skilled specialists and the supply of such specialists was increasing rapidly (Кананыкина, 2013) .
THE AIM OF THE STUDY
The aim of the study is to outline the requirements of the labor market to the professional development of labour force in the United States. by the ultimate bottom line is performed carefully monitored and evaluated effectiveness required for each program. Professional development is carried out in two basic formstraining (skills training) and development of employees. It should be noted that difficulties in the future of work practice, where about 40 % of jobs are informal, necessitates immediate training of labour force to the problem and its all-round development. In the last decade of American Scientists there are considerable discussion about the concept of "competence" and standardization of training personnel. Therefore it is necessary to determine the uniqueness of interpretations of these concepts.
Vocational education and training can contribute to the social integration of unemployed young people without qualifications, but in the broader framework of the development, creation of decent jobs and the expansion of education. It's no secret that some of these groups have limited capacity in terms of physical and intellectual capacities. On the one hand, companies need skilled workers, on the other hand -"they are looking for honest, responsible, reliable, loyal, motivated, organized and mature" (Bastien, 2006) .
American employers spend millions of man-hours annually to advertise on the preselection and interview candidates for the vacancy in engineering enterprises, hiring and training personnel. Monitoring of the interviews showed that many potential employees who are hired by employers to the appropriate trial period, hoping to not only work in one place, but also be able to professional development and career growth. Employers like to hire a worker who does not aspire to career and would like to cultivate at the workplace. Such labor, in their opinion, will cost much cheaper than hiring, prepare and support new workers. The solution they found in hiring experienced skilled workforce older. According to employers, there are 12 reasons for hiring production labour force:
1. Qualified older workers work more efficiently, resulting in significant cost savings for the company.
2. Punctuality. Most of them are looking forward to going to work every day. They probably come to work an hour before it started.
3. Honesty is common among older workers, which is very important to group work and dedication.
4. They are more rigorous, focused on quality performance in the smallest detail, focused, attentive, focused on little additional cost, which in turn provides the employer savings, and even maintaining a business.
5. Older workers are good listeners because they are easier to teach. Labour force older enough to say once to performed some work.
6. Pride for well-done job is becoming rarer phenomenon among younger production staff. Young workers want to invest in appropriate working hours, while older workers are more willing to stay after work and do the job because they have self-esteem for the results.
7. Organizational skills among older workers noteworthy employers more than a million person-hours are lost each year because of disruption in the workplace.
8. Performance and confidence, the ability to share their experiences of older workers do them great labour force. Their many years of experience in the same workplace gives them an excellent understanding of how the workplace can be the most effective, saving you money enterprise. Their belief is formed over the years means that they cannot hesitate to share your ideas with management.
9. Maturity comes with age and experience, and forms of workers who receive less comment when you have problems. 10. Older employees are an example to other employees that work may have intangible value. They are excellent mentors and role models, providing training other employees at the workplace.
11. Communication skills are the knowledge when and how to communicate and develop because of years of experience. Older workers understand workplace policies and know how diplomatically submit their ideas to manager.
12. Reducing labor costs is a huge advantage when hiring older workers. Older workers already have insurance plans from previous employers. Alternatively, have an additional source of income and are willing to do the job at a lower cost. They understand that their work in the company can be much more useful than the salary they receive. Hiring older workers prevents the outflow of labor (Bastien, 2006) .
Thus, consideration of these benefits by employers when hiring labour force provides a number of benefits for the company, including engineering.
According to P. Graupp (P. Graupp) , despite all the emphasis on the process, methods and tools most aspect of the labor market is an employee who perform work (Graupp, 2010) . Without it, it is impossible to make the necessary improvements in the production and manufacture competitive products. If you do not use new methods to improve and not traditional, it is, unlikely that we will achieve the required level of quality and organization of work, and it is possible to achieve only a constant improvement of personnel.
Alan Robinson in an interview that appeared in 1993 in the California Journal of Management "Training, continuous improvement and human relations" (Training, Continuous Improvement, and Human Relations, California Management Review, Winter 1993) opened its innovative research under the "Training of personnel in production" (TWI), where he focuses pays "concept of humanism in manufacturing". According to P. Graupp, if the employee had not learned to do their work efficiently, it provides no basis to say that he is unqualified, which means that the instructor did not teach, and that is a problem (Graupp, 2010) . This problem exists in both small and large companies. One solution to this problem is to maintain good relations between employees and creating a unified team. The enterprise should not look at people as on machinery. They should pay attention to the human factor during training, giving multilevel tasks that require some practice to improve employee skills.
At present in the United States there are three basic organizational and financial mechanisms are divided during the preparation for professional careers; by regular training based on traditional vocational schools (VTI's), which have a three-way control (trade unions, employers, government); vocational schools under the Ministry of Education; other studies on specific programs, which depend on the Ministry of Labour and other social organisms that delegate learning various institutional agents (most of which are private non-profit organizations or private schools). The functions of the latter part of the adoption program competitive "open market" model schools that are selected on a competitive basis; development programs provide subsidies for organizations working with vulnerable groups.
In addition to regular vocational education and training, many of the programs and policy initiatives deal specifically vulnerable groups in the region. Some were successful and showed an interesting strategy. However, they were mostly dependent on correct training systems. Many of them were of poor quality and had weak links to the labor market. Initiatives have reached only a small part of the population. In addition to further studies conducted by some VTI's, had an impact study conducted by the International Cooperation (IC). The downside is the lack of systematic evaluation of actions VT. Some VTI's professional schools are oriented courses of high quality and in demand, but at the community level, there are those that provide lower quality vocational education and have fewer resources and are aimed at informal working poor performance. However, they are, despite the poor quality of training and poor communication with other stages and do not contribute to lifelong learning, still provide some useful skills for their future working life. With regard to approaches to learning, including traditional learning tend to perform specific technical courses with independent short-term programs. The diversity between training centers is huge -from well-stocked public or private training centers to simple rooms in community centers. Instructors are also very different profiles, depending on institutional structures. The most common disadvantage among technical teachers and instructors is the lack of teacher training and / or updated technical skills.
Art Smalley is currently a consultant to the Institute Lean Enterprise (LEI), and a former employee of Toyota Motor Corp. (Japan) said the following. Basis stability begins with well-trained workforce. Fortunately, the staff tends to know their jobs or we all would have serious problems. However, Toyota in 1950, explored some of the basic methods of supervision of production and how to improve their further skills and capabilities working groups. In particular, they have an industrial training program that the United States used during the Second World War, entitled Education in Industry (TWI). It had three separate components vocational training production managers -work instructions, methods of work and work relations. Each component is a ten-course that teaches practical skills surveillance (TWI, 2014). These three components TWI "J" Courses (work relations, work instructions and working methods) provide an important basis for teamwork in a simple program that will be supported. In TWI "behavior" plays a powerful role in improving the forming of the company and ensures the stability and predictability in their work.
Consider the three fundamental concepts of the program TWI "J" is respect for individuals, standard work, continuous improvement. Respect for people and working relationships are fundamental in any successful production areas where productivity is high and continuously improved. The manager must be able to train effectively production staff who in return will respect it. If an employee believes that he is being shown the best way to do the job and will do it in their own way, then there will be a change in performance due to changes in the method. In this case, there will be stability and predictability. The same can be said about continuous improvement. Without respect for people in the workplace will not be resistant to change (improvement) in the long run because workers do not believe they are now entering the "best new way". You cannot go out and tell someone to "respect the people". Respect is earned, and is the result of made work and teaches the manager for four basic good terms, that is -these are things that have to do every day that will promote good relations. Standard paper describes how a process or activity must be made (in order to get the "desired result"). Standard work will determine the most effective method currently known to get the desired result by using existing equipment, people and materials.
Moreover, Art Smalley defines "building" blocks production as "4MS" -work force, machines, materials and methods. He believes that to improve workforce "core stability begins with a well-trained workforce". A well-trained workforce is a workforce that follows standard work. To train the workforce of used Manual (JI), which provides a proven method for manager training labour force and ensures adherence to standard work. Manual of head teaches two things: how to prepare instruct others perform production tasks, spending industrial instruction and testing performance.
Continuous improvement is not unusual measures to implement "lean tools". It requires implementation of "lean tools", vehicles, methods, and ways of thinking for the head of the working area. Method of TWI (JM) is a practical method that ensures the production of more quality products in less time and make more effective use of manpower, machines and materials available. This method does not involve additional expenditure for better performance.
Finally, we note that in the development of intra-study abroad plays an important role close relationship between the level of education, occupational status and quality of life of the employee. In the United States, on average, the base and employment training determine almost half of the change in the earnings of each employee. Study on the production of a significant impact on wages. Individuals who received such education, income increases by about 25 %, not to mention the possibility of promotion and work more profitable. Moreover, the impact of this factor is longer. Thus, if the effect of schooling is felt for 8 years, learning on the job place -for 13 years (Минервин, 2005, 82) . CONCLUSIONS Thus, the staff professional development on demand of the labor market -is not isolated events, and the constant implementation of "lean tools", vehicles, methods, and ways of thinking for the head of the working area. This is the implementation of various programs. In particular, the program TWI "J", that is not the only one that can be used to improve the production staff. However, it is a key element of this process and provides a solid foundation for successful continuous professional development personnel. The fundamental concepts of the program are those associated with "J" (respect for people -work relations; standard -works manual, continuous improvement -methods of work).
Prospects for further research of this area of research is the content, forms and methods of staff professional development in engineering companies of the United States.
